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The rise of multinational corporations in emerging economies led to an interest in 
understanding human resource management in multinationals with subsidiaries. Our research 
aims to analyze the international human resource management practices used for the 
expatriation of professionals in early and late mover multinationals located in Brazil. This 
research has a qualitative approach with multiple case studies, and it is both exploratory and 
descriptive. We perform interviews, document analyses, and observation. The results show 
similarities between both analyzed groups, except in the recruitment and selection, career 
development, and work relations practices. We conclude that both in the early and late mover 
multinationals there are no repatriation programs focused on career development, and 
specific process to assess the expatriates’ performance. 
 
Keywords:2 International human resource management. Expatriation practices. Early mover 
multinationals. Late mover multinationals. 
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                                                                            RESUMO 
O aumento de multinacionais em economias emergentes levou a um interesse em 
compreender a gestão de recursos humanos em multinacionais com suas subsidiárias. O artigo 
tem como objetivo analisar as práticas de gestão internacional de recursos humanos utilizadas 
para a expatriação de profissionais em multinacionais early e late movers localizadas no Brasil. 
Esta pesquisa possui uma abordagem qualitativa, exploratória e descritiva. Para tanto, foram 
realizadas entrevistas, análises de documentos e observação em quatro multinacionais. Os 
resultados mostram semelhanças entre os dois grupos analisados, exceto nas práticas de 
recrutamento e seleção, desenvolvimento de carreira e relações de trabalho. Evidencia-se 
que, tanto nas multinacionais early quanto nas late movers estudadas, não há programas de 
repatriação focados no desenvolvimento de carreira e processo específico para avaliar o 
desempenho dos expatriados. 
 
Palavras-chave: Gestão internacional de recursos humanos. Práticas de expatriação. 
Multinacionais ealy movers. Multinacionais late movers.  
 
1 INTRODUCTION 
Human resource management is a key competitive advantage for national and foreign 
organizations, regardless of whether they are located in traditional or emerging markets. 
However, the increase in international operations leads to a specialization in the global labor 
market, bringing new challenges related to International Human Resource Management 
(IHRM) in the organizations. These challenges encompass expatriation practices, as well as 
matters related to the expatriates’ adaptation to the new cultural context, multicultural work 
environments, and challenges related to their adjustment to the host country’s culture (KUBO; 
BRAGA, 2013). 
With regards to the companies’ internationalization, the early and late mover 
categories also fulfill the role of providing an understanding of the situation in developed and 
emerging countries (BARTLETT; GHOSHAL, 2000; DJODAT; KNYPHAUSEN-AUFSEβ, 2017). 
Historically, developed countries create the first competitors in a certain industrial sector, 
called early movers. The competitors that arrived after the establishment of the market, the 
late movers, are usually from emerging countries (BARTLETT; GHOSHAL, 2000; ROCHA; 
BORINI, 2011). 
The companies that settle in a foreign market first (early movers) have technological 
leadership advantages, resource preemption, and consumer cost development benefits for 
supplier exchanges (LIEBERMAN; MONTGOMERY, 1988). However, a study performed on four 
automobile multinationals located in Brazil (two early movers and two late movers) shows 
that the late mover subsidiaries, located in a host country, learn from the early movers’ 
experiences and build skills to develop products more quickly (AMATUCCI, 2010). 
The expansion and conduction of their international business through subsidiaries 
requires international transfers of head office employees to work in the subsidiaries; these 
employees are called expatriates (REGO; CUNHA, 2009; LIMA, BRAGA, 2010; DOWNING et al., 
2013; ZWIELEWSKI; TOLDO, 2015). It is the responsibility of the IHRM to provide support 
through expatriation program practices, helping with the expatriates’ adaptation and 
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The role of the IHRM is to manage the international transfer process (ORSI et al., 2015), 
structuring the main steps that will be taken in expatriation. Such steps are broken down into 
recruitment and selection, training and development, compensation, career, performance 
assessment (REGO; CUNHA, 2009; CHO et al., 2013; DOWLING et al., 2013; YAHIAOUI, 2014; 
SHI; FRANKLIN, 2014), encompassing work relations, found in studies by Orsi et al. (2015).  
Although late mover multinationals have gained more attention in the last decade 
(BONACHE; FERNANDEZ, 1997; AMATUCCI, 2010; FLEURY; FLEURY, 2012; CHO et al., 2013; 
CUERVO-CAZURRA; RAMAMURTI, 2013; YAHIOUI, 2014; KOTABE; KOTHARI, 2016), we would 
like to stress the lack of research to analyze the IHRM practices in multinationals from 
emerging countries, such as the BRICS countries (Brazil, Russia, India, China, and South Africa) 
(ADAMS et al., 2016; BUDHWARA et al., 2017), comparing them to the early mover 
multinationals (which come especially from Europe and the United States). Besides, the IHRM 
is seen as a key area to provide a competitive advantage to multinationals. 
Our research aims to analyze the IHRM practices used for the expatriation of 
professionals in early and late mover multinationals located in Brazil. We seek to contribute 
to the theoretical gap in research, that examines the phenomenon of expatriation in Brazilian 
multinationals, since most of the publications about it come from traditional markets. It can 
also support expert consultancies on people mobility and provide IHRM analysis for chemical 
industry organizations. 
 
2 THEORETICAL BACKGROUND 
The six practices contemplated in the expatriation programs include recruitment and 
selection, training and development, compensation, career, performance assessment, and 
work relations. Although the recruitment of expatriates is performed internally (YAHIAOUI, 
2014), usually, the board of directors is responsible for choosing the expatriate (ORSI et al., 
2015). However, in order to choose the right person and increase the chances of having a 
successful expatriation, such criteria need to be observed: professional and international 
experience, gender, intercultural skills, behavioral skills and techniques, motivations, 
language fluency, family flexibility (MENDENHALL et al., 1987; DOWLING et al., 2004; REGO; 
CUNHA, 2009; CHO et al., 2013). 
Studies focus on on-the-job learning, showing training strategies that are focused on 
internationalization as a learning experience, or using the subsidiaries as a tool (ZHANG; FAN, 
2014), revealing the neglect towards training during repatriation (LIMA; BRAGA, 2010). In 
general, training practices before the mission encompass language education, cultural 
preparation, pre-mission experience, and during the mission, counseling, mentoring, 
coaching, participation in global meetings, and job rotation (TUNG, 1982; CALIGIURI; TARIQUE, 
2006; REGO; CUNHA, 2009; CHO et al., 2013). 
To encourage employees to accept to go on an international mission, multinationals 
consider ways to reward their expatriates, which involves negotiation, equivalence, location, 
global and regional plans, mobility awards, and benefit flexibility (WENTLAND, 2003; ORSI et 
al., 2015). However, based on the perception of Brazilian expatriates, the financial aspects do 
not compensate for the hassles of expatriation (VIANNA; SOUZA, 2009). For this reason, 
intangible factors need to be brought up in relation to learning opportunities and 
development for career progression upon repatriation (MENDENHALL et al., 1987; REYNOLDS, 
1997; BONACHE; FERNANDEZ, 1997; CHO et al., 2013; SHEN; XHI, 2018). 
Another matter that deserves attention is regarding the fact that the career is 
associated to the last stage of the expatriation process - repatriation -, since the employee’s 
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return can be considered a deviation in the career progression in their country of origin 
(HARVEY; NOVICEVIC, 2006). There are cases in which the career progression upon return does 
not meet their expectations, considering that many expatriates do not get acknowledged by 
the organization for the knowledge and skills they acquired during expatriation (SUUTARI; 
BREWSTER, 2003). 
The organizational performance management involves a cycle, which involves setting 
the expectations between the manager and the expatriate, monitoring, and assessing the 
performance (ORSI et al., 2015), in which the latter is one of the criteria to assess the success 
of the expatriation (SHI; FRANKLIN, 2014). Therefore, the decisions in terms of promotion, 
compensation, development, succession and termination plans need to be subsidized (REGO; 
CUNHA, 2009; ORSI et al., 2015).  
Another challenge for the IHRM of multinationals is meeting work relations to manage 
people differently according to the characteristics of each country. In this context, the 
multinational can adopt international work contract formalization modalities, such as 
suspension, division, maintenance, or termination of the contract (ORSI et al., 2015). The 
affirmative actions are an important factor, since they aim to mend work relations focused on 
groups that are discriminated and victimized by social exclusion and are thought of according 
to the political, economic, and social environment.  
With regards to multinationals from emerging countries, such as the BRICS, because 
they are more recent, they can be considered immature, and even replicate the 
internationalization moves from the developed countries (BARTLETT; GHOSHAL, 2000; 
ROCHA; BORINI, 2011; BORINI et al., 2007; BUDHWARA et al., 2017). On the other hand, the 
internationalization of multinationals from developed markets, such as the United States, 
Japan, and Europe, is considered to be older and more mature, since they were the first 
competitors to enter a certain sector (BARTLETT; GHOSHAL, 2000; BORINI et al., 2007; ROCHA; 
BORINI, 2011). 
In this context, the late mover multinationals, historically seen as the exporters, are 
taking over growing participation in the global production, operating factories in foreign 
countries. However, they go through their internationalization process under different 
conditions than those faced by the early movers (TANURE et al., 2007). For example, after the 
economic liberalization (late 80’s and early 90’s), Brazilian companies started to become 
internationalized. As a result, only the most resilient companies were able to prosper in a 
challenging environment, such as Gerdau, Weg, Embraer, Braskem, AmBev, Marcopolo, 
Petrobrás, JBS, Votorantim (FLEURY; FLEURY, 2012).  
When analyzing Brazilian multinationals, the late movers located in Brazil, Australia, 
India, and Philippines, usually enter and remain in the global marketing, competing with low 
prices (BARTLETT; GHOSHAL, 2000). Another study performed with the main Brazilian 
multinationals showed that the decision to become international is related to internal factors, 
because of the establishment of their own commercial offices or subsidiaries abroad, and 
because of external factors, motivated by tax matters, risk diversification, and financial 
sustainability (TANURE et al., 2007). On the other hand, studies show that multinationals 
decide to get into developed markets aiming to explore the present, in terms of market share, 
infrastructure, and talent pool; and when they choose to enter developing markets, their 
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3 METHOD 
This research is classified as exploratory and descriptive, with a qualitative focus, using 
data collected through field research. It is a multiple case study (YIN, 2010) performed on four 
multinationals located in Brazil. The field research was performed in a preliminary stage 
through the analysis of human resource policies and practices manuals, conduct and ethics 
codes, institutional sites, news media, and administrative documents. 
Based on Bartlett and Ghoshal’s (2000) definition, the four cases were divided into two 
groups (Table 1): early movers and late movers. To keep their anonymity, the names of the 
companies were replaced by letters: A (gas production company), B (chemical and polymer 
company), C (petrochemical company) and D (producer of surfactants and specialty 
chemicals). We justify the intentional selection of these multinationals because they have 
been internationalized for more than 10 years and have had structured expatriation processes 
for more than 10 years, which is the necessary amount of time to earn international 
expatriation designations. 
Based on the theoretical reference regarding the IHRM practices, we developed two 
semi-structured interview scripts: one for the multinationals, represented by those 
responsible for the expatriation process, and another one for the expatriated professionals of 
each multinational. We performed pre-tests, the first script was applied to two human 
resource managers who are responsible for the international mobility of automobile 
multinationals, and the second script was applied to two Brazilian expatriates in missions in 
the United States (for 12 months) and Argentina (for 17 months). With that, we assessed the 
suitability of the questions and made adjustments in the scripts. 
Twelve interviews were performed between September 2017 and February 2018, both 
in-person and online, according to the availability of the interviewees (Table 1). The average 
duration of each interview was 60 minutes. The transcript generated 96 pages for analysis. 
Through the snowball sampling technique, each multinational nominated expatriates to take 
part in the research. Because the data collection requires a specific audience, which is people 
who have been expatriated and those who are responsible for managing the expatriation 
process, the number of interviewees was considered low. The number of interviewees 
provided a satisfactory overview of the expatriation practices in the multinationals. We also 
justify it by using the saturation concept, which is when the search for new data would not 
add any information to the obtained material (MASON, 2010). 














to Uruguay (five 
years) and Argentina 
(three years), and 
repatriated 
I1 (Interviewee 1) 
Age: 51  
First expatriated at 33 years, 










to Paraguay (on the 
mission for two 
years) 
I2 (Interviewee 2) 
Age: 27  
Expatriated after five years 





EDIÇÃO ESPECIAL: COMEMORATIVA AOS 45 ANOS DOS CURSOS DE GRADUAÇÃO EM 
CIÊNCIAS CONTÁBEIS E ADMINISTRAÇÃO DA UNOCHAPECÓ 
 




to Paraguay (six 
years) and 
repatriated  
I3 (Interviewee 3) 
Age: 42  
Expatriated at the age of 34, 
after working in the 



















to Germany (two 
years) and 
repatriated  
I5 (Interviewee 5) 
Age: 40  
Expatriated at the age of 32, 
after working in the 





IT Coordinator Brazilian, expatriated 
to Germany (three 
years) and 
repatriated 
I6 (Interviewee 6) 
Age:42  
Expatriated at the age of 35 
after working in the 










I7 (Interviewee 7) 








(less than a year) to 
Brazil 
I8 (Interviewee 8) 
Age:33  
Expatriated at the age of 33 
and after two years working 










expatriated to the 
U.S. (two years) and 
repatriated 
I9 (Interviewee 9) 
Age: 36  
Expatriated at the age of 32 
and after working in the 








I10 (Interviewee 10) 









to Venezuela (three 
years) and Mexico 
(three years) and 
repatriated  
I11 (Interviewee 11) 
Age: 31  
Expatriated at the age of 25 
and after working in the 








(less than a year) to 
Mexico 
I12 (Interviewee 12) 
Age: 28  
Expatriated after working in 
the company for five years, 
at the age of 28 
Online 
interview 
Source: Developed by the authors (2018). 
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To better understand the phenomenon of the expatriation process, we used data 
triangulation, using interviews, documents, and observation. The material was submitted to 
content analysis, encompassing the stages proposed by Bardin (2009). This research 
contemplated six analysis categories: recruitment and selection; training and development; 
compensation; career; performance assessment; and work relations. 
 
4 RESULTS AND DISCUSSION 
The expatriation process approaches six practices identified in literature, which 
evidence found in both groups (early and late movers) are summarized in Table 2. 
Table 2 – Expatriation practices in the analyzed multinationals 
Practice Early mover multinationals Late mover multinationals 

















































Compensation Equivalence plan in 
the country of 
destination; 
Bonuses for cost of 
living; 
Benefits package  
Equivalence plan in the 
country of destination; 




in the country of 
destination; 
Bonuses for cost 
of living; 
Benefits package 
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the country of 
destination; 
Bonuses for cost of 
living; 
Benefits package 



























Not specific for 
expatriates 
Not specific for 
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Not specific for 
expatriates 
Not specific for 
expatriates 



























Source: Developed by the authors (2018). 
We concluded that the four case studies have the autonomy to manage the 
operational structure of the subsidiaries around the world. Another similarity is the fact that 
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the expatriation position is necessary, both for technical and management roles, if there are 
no local employees with the expertise requires for the job. 
Although the selected early mover multinationals have a long history of international 
presence (more than 100 years), when compared to the late mover multinationals, with a 
short history of international presence (less than 20 years), there were no differences in the 
recruitment strategies of both groups. Both the company representatives and the expatriates 
reported that the expatriation position is internally disclosed, and the transfers have a set 
duration of three years, with the possibility of being prorogated from 12 to 36 months, as 
provided by the contract. However, the multinational A has a recruitment technique that 
involves a previous mapping and identification, with the aid of a tool, of potential candidates 
to fill these vacancies. 
There was a consensus among the interviewed human resource managers 
(multinationals B, C, and D) that the board of directors chooses the expatriate. In multinational 
A, the human resource department performs a pre-selection, in which the employee provides 
their mobility conditions. However, although there is not a selection process to choose the 
expatriate, we concluded, by interviewing the expatriates, that some criteria were followed 
such as professional experience, technical-behavioral knowledge, and interviews. Interviewee 
1, from multinational A, explained that the “Human resource management practice is to invite 
the candidates who fit the profile and have the characteristics required to fill the position to 
take part in the selection process”. I2 stated: “I heard about the position from human 
resource, and they asked me to participate in the selection process”. 
The IHRM focuses on a more bureaucratic and less strategic performance, and for this 
reason, their practices provide short-term actions. There was a consensus both from the 
human resource managers and the interviewed expatriates that the concern with training 
practices revolves around the pre-departure stage, offering cultural and linguistic training, but 
there is no training upon repatriation. The analyzed multinationals use their subsidiaries as a 
training place to develop the expatriates and build their management and global resources. 
According to Interviewee 3, “Since my role was almost the same as in Brazil, there was no 
training, I learned on the job”. In the cases of A, B, and C, there were development practices 
that involved mentoring, coaching, and job rotation programs, and formal meetings. 
Through interviews with the human resource managers of the four multinationals, we 
concluded that the compensation practice is not standardized, and that it is flexible and 
negotiable for each expatriation. The practice is to use the equivalence plan based on the 
country of origin and, if there is a difference in the cost of living between the country of origin 
and country of destination, they add a percentage to cover it and the amounts are transposed 
to the country of destination with taxes and converted to the appropriate currency. I4 
reported: “We also added the mobility premium, which consists of a hazard bonus for 
expatriates which country of destination has security matters such as Venezuela”. Besides the 
fixed wage, there is a benefits package offered during expatriation and repatriation, included 
in the contract. 
There was a consensus among the human resource managers on to the expatriate 
career management, in which the full cycle encompasses the mission and repatriation, with 
no formal agreement with regards to the jobs to be taken in repatriation or return and stability 
guarantees. However, when the expatriation period is nearing its end, these multinationals 
search for available positions, and analyze the company’s situation, aiming to guarantee the 
return or a new expatriation with position equivalency. I7 explained: “We don’t know the 
position or department that will be available in the future, so when we do not allocate them 
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in one place, we place them in another company from the group that has a position available, 
and there is also the possibility of a permanent transfer for those who accept it”. 
This strategy is more detailed in multinational A, once it focuses on the professional’s 
career perspective before the expatriation, through career interviews. On the other hand, 
multinational B is better structured in the post-expatriation stage, offering career progression 
for the employees’ repatriation or one-year stability in their jobs post-repatriation. This 
research identified that the multinationals usually provide the international experience at the 
beginning of the employee’s career, and the average time in the company varies from three 
to five years, and the professionals’ average age is 30. 
Although there is not an exclusive performance assessment practice for the 
expatriate’s condition, the performance management system of the four researched cases 
contributes to the selection, training decisions, career development, and progression of the 
expatriate, because it ponders the employee’s performance over the last three years working 
in the company. Despite the deficiencies detected in the expatriate’s performance 
management, both the early and late movers set expectations, once all interviewed 
expatriates explained their goals and the expected results during their expatriations. 
The performance assessment, with biannual or annual feedback, specifically for 
expatriates, is not formal and structured practices, although they can happen informally or 
upon the expatriate’s request in the researched multinationals. Empirically, in case the 
expatriate, during repatriation it is offered a better role, it means the result of the expatriation 
was positive, as well as the feedback. I11 reported: “The sequence of facts tells me the 
feedback was positive, because I always returned to better career positions. But there was no 
feedback on the expatriation”. 
There was a consensus among the interviewed human resource managers that 
multinationals manage the international work contract, complying with the labor and tax laws 
of each country. In the four analyzed cases, the multinationals maintain the work contract in 
the country of origin, in order to collect the worker’s rights, as provided by the Brazilian law. 
At the same time, the work contract in the country of origin is suspended, since there needs 
to be a new contract in the country of destination in order to comply with the local labor and 
tax laws. I1 stated that “When an expatriate comes from France to Brazil, they come with a 
contract that was made there, but later, I need to give them a contract and work permit from 
Brazil to comply with the local legislation, as it is done with local employees”. 
There were divergences as to the management of affirmative matters in the 
expatriation programs in both groups. Although the affirmative matters directly affect the 
efficacy of the expatriation programs, only early mover multinationals, through the IHRM, 
reported being cautious with regards to gender and discrimination, especially in countries 
such as the U.S., Singapore, and Germany, where these matters are latent. I1 reported: “I 
cannot send a resume with information such as gender, age, education. You cannot 
characterize the person. That is why we had to remove everything from the information 
system”. On the other hand, late mover multinationals did not take such cautions, nor do they 
manage these matters, because they are not latent in the countries where they have 
subsidiaries. Both companies justified that they never had problems related to this. 
The case studies provided a contextual description to understand the gaps in the 
expatriation process, especially regarding the performance management system which 
subsidizes decisions about the selection, training, career development and progression for 
internal mobility (both nationally and internationally) of the employees. Although this practice 
is based on the potential identification and skill assessment criteria (performed every three 
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years), such evaluation is not always used to identify employee mobility, especially in the 
multinationals B, C, and D. This finding converges with Yahiaoui (2014), a research performed 
with two companies, in which one was the head office, located in France, and the other was 
the subsidiary, located in Tunisia. This is because the choice of the expatriate is often made 
by the board of directors, which corroborates with Orsi et al. (2015), when they mentioned 
such nomination as a deficiency in the selection process, reinforcing the urgency of 
expatriation, leading to a fragile structuration of the process. 
The analysis of selection practices reveals the criteria that need to be met in order for 
a valid and effective selection of expatriates, both in the early and late mover multinationals, 
considers the following criteria: professional experience, international experience, gender 
(DOWLING et al., 2004), fluency in the foreign language (YAHIAOUI, 2014), and family 
flexibility and adjustment (MENDENHALL et al., 1987; CHO et al., 2013). Compared to studies, 
this research shows that behavioral skills are usually more important when choosing the 
expatriate than technical or language skills. This is the opposite of Yahiaoui’s (2014) study, in 
which the recruitment of expatriated managers is based on technical skills and age, the latter 
being justified by the Tunisian culture, which focuses on respect for the elders.  
Besides, these results reinforce current studies that state that training practices 
offered to expatriates are limited to actions taken before the mission, and focused essentially 
on cultural and linguistic preparation, converging with evidence shown by Tung (1982), Rego 
and Cunha (2009) and Cho et al. (2013). It also confirms the lack of cultural training for 
repatriation, which is also noted in Lima and Braga (2010), when they pointed out that 
companies invest in reactive and short-term training practices. This research also resembles 
the results of Zhang and Fan (2014), by emphasizing that expatriates were trained in their 
technical and behavioral skills during the mission, using the subsidiary and the 
internationalization as learning, although these were not contemplated in the IHRM practices 
in their places of origin. 
Based on empirical data, this study provides a holistic view of the career management 
practices, which despite being informal and unstructured, have insights for pre-expatriation 
actions, through career interviews, and in the post-expatriation stage, through career 
progression for repatriation and job stability in the post-repatriation stage. The discussions 
about the career before and during expatriation corroborated the practices exposed by 
Suutuari and Brewster (2003). The research reinforces that the international experience is 
provided at the beginning of the professional’s career, which follows Rego and Cunha (2009), 
but different from the findings of Yahiaoui (2014), by defending expatriation based on criteria 
such as age and experience in management roles. 
The analysis of the work relation practices shows unanimity in the formalization of the 
work contract, aiming to comply with the labor and tax laws in Brazil and the country of 
destination. It reinforces the research developed by Orsi et al. (2015), studying reward policies 
for expatriated executives, and highlighting that the suspension and maintenance of the 
contract are the most popular contract formalization methods among Brazilian companies. 
However, with regards to the management of affirmative matters in the expatriation 
programs, this study shows that only early mover multinationals (A and B) have such practices, 
due to their experience in the global market and for having been exposed to situations that 
involve discrimination and diversity in the work environment. 
We concluded that the compensation practice in multinationals is exclusively focused 
on financial rewards (BONACHE; FERNANDEZ, 1997; ORSI et al., 2015), before the employee 
accepts the mission, with no being periodically reviewed or adjusted to the subsidiary’s reality. 
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This finding resembles those of Yahioui (2014), verifying the adjustment of the rewards model 
in a subsidiary through variable compensation based on goals and productivity. Another point 
considers intangible rewards such as security and acknowledgment, both connected to 
repatriation, which corroborates with research with Brazilian multinationals that also do not 
include repatriation in the expatriation contracts (ORSI et al., 2015). This research found that 
equity and non-monetary rewards are factors that influence the expatriation satisfaction 
perception, and not distributive justice (SHEN; XHI, 2018). 
 
5 FINAL CONSIDERATIONS 
This research showed there are no significant differences in the expatriation practices 
among early and late mover multinationals. In both groups, similarities were found in the way 
the training, compensation, career, performance assessment, and work relations practices 
were structured. The differences were focused on recruitment and selection practices, as well 
as career development and work relations. 
The fragilities found in the late mover multinationals were also found in the early 
movers, with regards to career development and performance assessment practices. These 
findings show that the time of exposure to the international market, being older and mature 
(early movers), and favorable political and economic conditions for internationalization, do 
not ensure advantages when it comes to structuring the IHRM practices for expatriation in the 
early mover multinationals. 
Theoretically, our research contributes a methodological perspective with double 
focus, that is, the organization and the expatriate. It should be noted the lack of studies about 
the IHRM practices in Latin America and in the BRICS countries. It also identifies trends with 
regards to work mobility, as well as an increase in definitive transfers and short-term missions, 
which last from three months to one year, for the implementation of projects. These reduce 
costs regarding bonuses and benefits for expatriates. 
In terms of empirical contribution, this research provides subsides for late mover 
multinationals, as early movers have more refined and better-structured practices in the 
following aspects. With reference to recruitment and selection practices, they have a pre-
defined profile for the expatriate, as well as structured criteria for the selection. In career 
practice, they perform interviews in the pre-expatriation stage to identify the employee’s 
mobility, and post-expatriation to guarantee the expatriation and job stability. In the work 
relations practice, they pay attention to affirmative matters that concern diversity in the 
organizational environment. 
We suggest continuing this research agenda to investigate IHRM and practices in 
multinationals in the BRICS countries. Another suggestion is to verify if the IHRM in 
multinationals of these countries choose different approaches when operating in different 
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